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INTRODUCTION
. : . ‘ )
[N /’- |
Today, more and mbre women face a critical life situation in which

they have no alternative but to be self—sﬁpporting. 1The woman offender--
-disadvantaged, undereducated, and unskilled, often the sole support of
children--especially feels this need because there are few services or
opportunifies available to her. She is still considered by'some as
undesirabfe, unwanted by society, and unworthy of assistance. She has
little hope of evér making a decent life for herself. To redirect her
life from'one that is supported bleelfare, or worse, by crime, requires
a program of positive action. Thi; means a program of service to upgrade
the skills of the woman offender; of counseling to assist her in becoming
job réady in the broadest sense of the term (that i;, an expansion of
what has been tfaditionally known as women's work); and most importént,
- of active search for goodlpaying jobs. g

* Such a pfogram was developed for clients at the early stages of
criminal involvement, by qu Options, Inc. in Harrisburg, Pénnsylvania,
to offer the first offender woman a means to pull herself out from a life {
of poverty and crime and to be ablé to function in society as a capable,
self-sufficient person. ) |

'The dervice is called a pre-tria1 intervention program because it
is a mechanism by Whiéh some individuals’wili not go to trial; instead,
they will be put on a new form of pqsitive probation -and given the
;pportunity to have their charge; dismissed if they succedsfully complete

3 .
their probationary periqQd. During this time an intensive career-counseling,

A

¢
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job-placement service_is needed. I& fact, without the stigma of a <,;i
c&ﬁv&ction record, employment‘opportuﬁities increase and the likelihood ;
‘of future criminality decreases. -

Tﬁe intent of this manual and the accompanying filmstrip is to
encourage and iﬁcrease awareness of the problems of, the woman offender
and to provide guidanqe on how to work toward solvin; the special'problems
of this.segment, of the population. Facilitators should be especially
sensit{ve and prepared for open and frank discussion of some "real life"

concerns of first offenderﬂwomen, i.e., needs for supportive services,
s

child care, housing, welfare and support isSues; marital problems and

-

lother social relationships, as well as difficulties facedvby learning

new skills in a mgle—domiﬁated work place. ‘The background information / ,/(
ﬁgze and the operational gu delines encompassed in these pages should

serve as a useful tool for yurning this concern into definite action: ..
the establishmeﬁt of similar projects in communitie§5throughout the |
country. 'These materigls should be usedyas a reference base on which tb
bﬁild a carefully assessed and designed prograﬁ that fits into specif;;l

¢ommunities and h*lbs‘as many female offenders as possible to become self-

supporting women in our society.

o,

The termihology ''she'' as used in this booklet represents both female
and male genders. T

/ ' 2, | :
- .8
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THE WAY IT IS

the problem - ~.
The firsi'bffender woman enters the job market with two strikes

against her: one, she is a woman and two,‘she is an.qffender.

one, she is &« womaen....
Though today's woman has

come a loﬁg way on the road to

"sexual equality," stu&ips indicate

tﬁat she still has many miles to

travel. The 1977 Labor Department

Report states that a woman earns

$.59 for every $1.00 a man earns.

At the current rate of a S¢-per-year
gain for women, it could Be 2059 before sexual equality becomes a reality.
" Thé number of women in the labor force nearly doub?;d between 14955 and
1977 to 48.067 mi]lion,tfg}ré\the_number of men in the labor forcé
increased by only 20% to 49.467 mill%on. However, the iﬁcome Jifferences

between men and women remain substantial; the median income of full-time
_ f .

_ working women in 1976 was $8,312, only 60% of the $13,859 median for meqf“-

/

Why?

First, women have less of an opportunity to enter the better paying

L

blue-collar market. Sex-role stereotyping and.at times discrimination

Ed

have frustrated women into a limited concentrationjof low-payirdg, low—status/

jobs. One-third of all working women are concentrated in only seven jobs:
(B . )

secretary, retail salesclerk, household worker, elementary-school teacher,



v . ' )
s . ’ .
- -

bookkeepér,dlow—levei food service worker, and aﬁi?e. In fact, women are -

LN
- .

¥ 98% of all secretaries, 94% of all typists, and 8% of all clerital workKers.

-

In contrast, women make up less.than 10% of all skilled workers &nd less

a
"

than 5% of top’managemeﬁt.

Most distressing, tﬁough, is‘fha,point that another major cause_ of
lower wagés for women is discrimination in its purest form: unequal pay
for equal work. Even in low-paying jobs, women's wages are often loyer
than men's. Median weékly:earnings of full-time wage and salary workers

in May 1976 are shdwn in the ComparativewEarnings chart below (1977 Labor

. L Y - ow
- Department Report). N
Comparative Earnings between. Women and Men "
- ws¥T .0 . Women's Earnings § .
.=~ Women . .| Men as a % of Men's - _@l¢§§3~ 1
: : . : . . S : " .
Sales $111 . $244 TR . 45% L&y
Clerical - 147 .- 228 64, ST
Service 109 170 64 :
Construction 167 244 - 68 4
Manufacturing : 137 231 . 57
B - ( o o o Y

Add to these figgres the.facts that (a) 13.6 million children uhder
18 have ﬁgthers in the labor forge‘and fathers either agseht_or unemﬁlof;d, o
(b) there are only oné mi[lioﬁ spaces available'in licensed child care
. pnpgnahs for the almo;t six million p!D—school—age children whose mothers
work, and (c) two out of threeﬂgf the people living.atfthe povertyllevel
in the United States are women, and it becomes understéndable that the
personal responsibilities and ﬁ;oblems women face magnify.the importance |

of a good-paying job as well as the-difficdity of acquirirg one.

Thei disadvantaged woman's need for a job for survival makes her react

1N




acutely to her how wages pr')ack of employmentf .She has few options open

to heré-oﬁly:with extremely good luck can she find a "deceht? paying job,

—_—

. . \, ' .
or -she may go on welfare. If she is-uﬂ&ﬁtkygand finds mo altewnatives, she
may commit economically motivated crimes such as shopf%fting, check forgery,

_\larceny, or préstitﬁtion.

t:wo, she is an offondar.... : _ o

o " Once a womgn reSorts to crime for survivat and attaches the word

oy 4 ‘,. - - -~

"offender” to her name, the odds agalnst her successful rehébilitatlon ¢

-

are form;dable. Although statistics show that'the‘1nc1dence of female °

crime is increasing at a high rate, women still constitute ogfly about 15%

. Y ) .
f?" of total arrests. The female offender is relatively few in number and
“ therefore easily ignored.l .
- The unique problems of the female offender are nowhere more” ¢vident

- : ' . <«
than in the local jail. In many jails womeg\must be locked in their cells

»
all day because no other provision has been made for them. Recreation,

3

education, and vocational services may'hot be avaflab}e/to women in jail

. . ’ ~ Y
because of lack of suéprvision, inadequate facilities, and fear of mixing
men and women. Due to the small Aumber of wonen inmatps: the consequent .
high cost of traiping pér_woman seems unjustifiable in the budgets of
mény agencies;.there'is also a feeling that women criminals p'se less-
of a threatJto society than their male count%fparfs and therefore /do not
wag?ant\thé same financial expenditures, The work experience that female |
_inmateé gain- is usually of suéh a menial and unskilled natu;s so as to ‘be 0
irrelevant to the sophisticated -labor market of the major urban centers to

. : L

which most'wiié return.

‘ leberta Rovner-Piecznik, A Review of Manpower  Research and Development
: Projects in the Correctional? Field 1963 to 1973, United States Department

of Labor Manpower Administration, 1973. 7 .
5. _ 4(/ )
Q - _ . Il .
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* Unfortunately, the ﬁroblems the female offender faces in jail aﬂd
with rehabilitative services are only one aspect of more deeply rooted:
problemsl The profile of the typical woman offender is bleak and filled
with obstacles she has to overcome to surv{ve.' Women offenders are among

)

the most, disadvantaged groups of people in this country. A recent Women's
Bureau study (of the Department of Labor) of women in two federal refor-
matories shows a typical inmate as a relat1ve1y young, poor, urban black
woman who is respbnsible for her children's and her own -economic suﬁport,
she héf a IOW—paying; low-skilled job or iglon wel fare.

She is poorly educated, making it difficult for her to secure higher.
paying jobs. The average level of education of female prisbners} ranges
from a low of grade five in some_prisons to a high of grade 10 in'others.

. Abéut 60% sgote Below the eighth-grade 1evelaﬂbd oﬁiy‘S% score at or aboye
i . the tweifth—g;ade level. . |
~She is without job skills, so her options are limited: It has been
restab11she%;p¥.the Department of Labor that as‘many as 30% of the women in
prison were on welfare before they were incarcerated: A study by Daniel
Glaser? shows that 46% of the offenders studied had bedh employed less
than .50% of the time in the two years prior to 1ncarcerat1on even during
a time of-high employment. . ‘
- And she is a mother; often her family's sole support, which'makes

employment out of the question until she secures child care arrangementq

| A 1972 survey3rof conditions in New York shows that two-thirds of 1ncarcerated

.

1Edna Chandler, Women in Prison, 1973.

2Daniél Glaser, The Effectiveness of a Prison and Parole System, 1964.

' J 30mar Hendrix, "A Study in Neglect: A Report on Womon Prisoners,' New York,
1972. T '

-
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* women had one or more dependent children and often were forced. to separate

-

Eheir children into foster homes during incarceration. In Penﬁsylvania

jaiis,l 80% of the women had dependeht children. *

Any one of these problems can
be labeled a "disability" for an

individual; a combination of them is

-~ _Ldinilllll

often overwhelming to the female -

offender, and once r'eliased she might'

'

fevert~t0_crime. Age, type of offense,
\
and prior criminality are major

predictors of crime. Offenses most

)

‘ -

likely to be repeated are tWFse‘of

I
i

an "economic,'" non-violent nature:

the type common to female offenders.

Further, those who revert to crime apparently do so because they. lack the
confidence and means of attaining adequate employment. Employment not only
affects offenders' ability to support themselves without recounse to crime,

but also is a rehabilitative tool; it is a major influence on the nature

of their associates, their use of leisure time, their sclf-concept, and
their expectations for the future.
y’ A

The female offender simply has too many strikes against her to make

it by herself. She needs help to build a future of which she can be proud.

~

lAmerican Association of University Womens Report-on the Survey of 41
Pennsylvania Court and Correctional Services for Women and Civil Offenderse

1969. '
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The undesirable, unwanted, "offender" gtigma with which society-has
marked thej female offender mu;t~be discarded béfore.she can build ‘-a future
for herself. The success of her life depends on the level of concern,
awareness, and Help extended to{her by our society. The female offénd;£'s
peculiar problems must be addre;sed wit a positive, direct plan of serviée.

Her profile of low education and inadééudte job skills indicatés the
need for career counseling, education, Vocagiqna] tr;ining, Qnd job placement
at the earliest péssible sfage of ﬁer criminal involvement. .It wasn't until ‘\
Job Options, Inc. was establidhed in Dauphin Counfy, Pennsylvania, that
it became apparent that a pre-trial intervention program primarily for women
offenders was needed in eVery commuﬂity. ' ~

A pre-trial intervention program responds to both fhe need for
alleviating'klogged court caseloads and the belief that effective community
assjsta&ce serves selected offenders and tﬁe community better: than
incarceration. These offeﬁdérs are offered a chance to have their criminél
charges dismissed by the court upon success ful completion of the probation
period. By being part of a pre-trial intervention progfam, they have
greater advantages in the job market.

Under'éurrent guidelines, employers may ask if an individual has a
convigtion récord but may not inquire about an arrest reFord. A &lient
wﬁo is a member of a pre-trial intervqption program has éﬁTK an arrest and
‘not a conviction record, thus eliminating é cause of stigma pnd possiblg
| rejection as a potential employeé.‘ | M .

Even when an employ;r is aware of the woman's foensa and is still
agreeable. to hiring hér, problems may occur for the client who is not in
a pre-trial p}ogram. Many jobs requiﬁiﬂbonding, and often .the employer's:

3

8

14
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bonding company wi{f not bond a person who has a conviction recérd. This

v

problem can be overcome by applying for' federal bonding';hrough the U.S.
P d

J
Department of Labor. The liébnsing practices in many fields may be another

. . -
stdm‘ling block for the client with a convicti?n record, a¥ a conyiction

. ) b 3 q
may bar he{ fro;\?btaining the necessary license and pursuing her chosen
b - -

vocation. . ‘ ' S //// . *

Pre-trial intervention has tQ:f far produced consistently better

[ L

f’j

results with its participants than has ngrmal criminal processing procedures

¢ -
. Ny

for comparable of nders.l Results hav béen unusudlly good with the /-

early or less serious offetlder--recurfence of crime and rearrest ra{gg
_ . )
are lower; Job placement and retention are higher.

'
& § .
- .

service is much }éss expensiye to administer than incarcerating an offender.

A major, advantage of the program is that a community-based supportive

In-ahdition, immeasurable values result: avoiding the stigma\ggz psychological

trauma of incarceration and being able to reduce sex-role stereqtyping in

1 .

careers by offering hon-traditional job chﬁibes tqlthe offendetr. .The
latter point can have a p&gigiye effect for all,women seeking better

\ ‘ . - : -
opportunities in the job ma:{et. - -

4

\ - -~
fits into aﬁ;\ESmmuhlty, and can be.used in- educatlona _institutions,

community-based programs, volunteer organizations, residential institutions

<+
-

ol : : . A
(such as halfway houses), quasi or govqxnmental agencies, non-profit
corpbrations,-probation departments, ahd jails. The service can bF

.- ,

appfgcable to jupenile .as well as adult offenders. ﬂ ,

v

1Arnold J. Hopkins, &f/étrlal Intervention gprrectional Services: A
Diversionary Alternative to Griminal Prose ution,'" American Correct1onal

Association Congress of Corrections, 1973. N

r . ) / .
+ . - v -

| TN
Op

The need for a career—éounseling/job—piacement service exists nationally,

PR
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The main poiqt t6 remember is
that female offenders evgryyhere
have been virtually igné;éd and their
needs are common to vi;tuabli-every
community. It is up to us to.respond
positivei;’with services designed
specifically to help the woman
offender become self-supporting and’
to.dcliver these gervfces to as many

people as possible throughout the

country.

. 0
¥
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WHAT YOU CAN DO
set your goals

+ The first step in planning a pre-trial intervention program for women

. -~

offenders is to reformulate the problem arfd need until your objectives
are clearly defined. The key to establishing s 1fhble‘obj§ctives is first
to detarmine overall éoals-and then to narrow J:em down to more specific,
immediate objettives that will be meaningful te the project staff and
clients. Oncerthesc arc pretise you can éhoose your best course of action
and feasible means of implementation. Cleaf objectives are essential for

t

program guidance, definition, and future evaluation.
\\Iour main goai should be to seek the best employment opportunities)
for offender women in your community._.This will most likely mean additional
lefforts to reduce sex-role sterecotyping in career choicés so that women can
enter jobs in non-traditional areas of employment and earg adequate wages
in order to ﬁecomé“ielf—sufficient.v
The purpose of the‘goals 1s to be able to identify the outcomes you
éesire from a spgﬁific.program. The following goals represent the concepts
developed for one such program, Job Options, Inc. However, it is up to
the staff of each program to translate the goals into their own time-limited,
measurable objectives. Q
1. Improve the economic position of the previously unemployed or
underemployed participant, or increasc her readiness for employment.
! a. Improve the educational and
vocational skills of the

participant in order for her

to improve her economic ‘position.

11




. i . !

b. Maintain employment for the tenuously employed participant.
c. Improve yarious job options for women in ficldé traditionally

dominated by males so that women-may obtain etonomic parity
¢

with men. _— ',
. 2. Reduce recidivism (defined as rearrest)pand future antisocial
. i -«
behavior. ’

3, Effect a cost savings to society by diverting the client from the
. ’

~ »

judicial system, .reducing the recidivism rate, and improving the

client's employability. (This will also reduce welfare and

unemployment costs.)
Once you.ﬁave establifhed specific;
usable objectives, the next step is to '
" relate them to the community that will
influence your project. In light of
data collected and analyzed, }ou may

have to revise objectives and refine

effectiveness measures.

12 1
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~ +develop a plan .

. / b
assess your community.... o

The success of a pre-trial intervent@on program depends heavily on
the community's cooperation. Your first conéern is to determine what
information is needed t& impleﬁeht the project‘and.ﬁhere to get it. Some
- : information invariably needed: the
population to be served, the specific

" job market, the community in which
the offenders live, and what other ' .
similar services exist in the atea.
You will need to determine what form
your project will take--non-profit
co?poration, edubational system,

\

government agency--and in what mannex:j\A’

Al

it will be utilized. The bibliograp(l;iesg
R ]

in this manual give some ideas for
’

possible funding sources and related

iﬁformétion on‘agencies throughouf
N the couﬁtry. ' “
) Your aséegément of the community should also involve locating support
mechanisms to assist women offenders in identifying, acquifiﬁg, and main-
;aining non-traditional (generally better paying) jobs. You wili,needhto
give more help £o women in this pursuit than you would in sechiring traditional

jobs. Pressures from peers; work, family, and sometimes counseling often

reinforce the choice of a traditional career: they may deemphasize



-

the value of a non-traditional occupation. or highlight the resistance a
. woman may encounter in attémpting to enter a non-traditional fjeld.

L

e It is obviously necessary early in the planning process to tonsult

2 -

those members of the community who will influence ';projeét's success.

.Wfthoﬁt &he cooperation and hpproval_of-the court$) prosecutors, corrections
departments, and probation offfhes, effectiveness‘;f the projéct will be b
QUestidnable, if at all existent. To begin with, you should expect to
receive client fefefrals from the probation office, especially from their . -
pre-trial progrdm iffone.efists.. The pre-frial program in Pennsylvania,
known as %hg Accelerative Rehabilitative Service (ARD), offers early
of fenders a chance toaﬁgve their criminal charges dishisséd by the court
upon successful completion of their probation period. Job Options, Inc.
discovered that iﬁ their locality few Qomen were placed in the pre-trial
program and some first offender ;omen were never acéebted. Therefore,
Job Options, Inc. also began working with women from the regular probation
office if they were first offenders or had committed only minor offenses. .
Any client, regardless of the refe;rai office, should be evaluated as to
eligiyility for your particular brograﬂfbased on the criteria you set.
Similar local sérvices and their supervising agencies are another
ppésible source of guidance for further ideas and discussion of common
pr;blems. Coope;ation'with and guidance from your source of funding will
. leaé to the smooth operation and later success.of the brogram. Regardless
of the number of agencies in the community, the more cooperation and |
appro;al obtained in the'beginning phases of the project, the more succesg

you will have in dealing with these agencies throughout the life of the

program.

42N




determine the functions....
“+~The objectives and plans of a project wiil determine its functions.'

Once you have *estimated the project's tasks, activities, and client
v' *

: pobh)ationh;you.can derive staff number and functions, program budget,
L .

and office location.
In establishiﬁg a location for the service, consider the following

factors: the size of the staff, the location of the courthouse and other

[y

related services, the proximity to centers of empldyment, and the .

availability of public traﬁsportation. The location should also allow

_the'staff to respond immediately to employers and back to clients. Since

there will be counseling and testing, some private offices will be needed.
Size, equipment, and ‘convenience of the facility, do, of course, depend

: . o

primarily on the funds available.
Organizational planning is a long, tedious chore, ?rt once the

rough edges are smoothe& over and the course is plotted out, all energies

can focus on the initial concern: offering primarily first offender women

counseling and job-development services to help them become self-supporting

and to alleviate sex-role stereotyping in career choices. ’ .

:
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implement the program

2 a
phase bne - intake screening

Intake screening is an important(ggrst step for both the program and

‘the client. Criteria for intake procedures should be based on program
goals and resources, as well as client needs. Since a limited client
populgtidn is necessary to assure-effectiveneés, the resources of.thej
service have to be considered. You may decide to limit eligibility to
first offenders, to those who have a criminal record:of minor offenses,
and to those who a;e unempiqyed or underemployed. Your service may not
b? equipped to handle severe prqblems such as drug or alcohol‘addiction,

in which case the/flient should be referred to another supportive agency
( _

that will better serve her.

You should explore potehtial client needs to decide whether the agency
can ' serve them. Education and job histories should be taken, ,and you
should assess the client's desire to secure education, training, or

'ehployment"(see Appendix A). Any intake infoymation must be handled in
> B ‘_ .
a prudent and confidential manner. Potential clients should be assured

of this policy so that they feel free to respond openly, without
. . el

r

reservations. After the potential client has received information from
the staff and opted for the service, acceptance should be determined by

consensus of the staff.

16
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phase two - orientation

Once the client and staff decide that this servfée is the best one
for the client, an orientation
dession should be conducted by
the job counsglor'and job developer.
This session orients the new client

\\ /ﬁlg the program by explaining it;

<« goals and objectives, théréiient's

rgﬁponsibilities, and the prBEedure‘

T o for obtaining the desired outcome(s).

) ' 4
phase three— assessment

After the orientation; dan asséssment of the client's needs and talents

is usually made by the counselor. First, the client's case history is taken.
. 1
Various methods (formal and informal, written and oral) can be used to

assess the client's abilities, but caution should be exercised in finding
\U g

non-sex-biased assessment materials. (Some standardized tests used by

Job Options, Inc. include the Test of Adult-Basic Education, the Strong-

Campbell Interést Inventory, and the Coppersmith Self-Esteem Enventory.)

: . b '
Testing evaluates the client's educational level, skills, and Vocational

INTAMEL SVRTL0MAIN . :
AR e e gy T MR etbrer 18 et sl interests; measures her personal
T i e S T : .
Bt T s : P | :
7 e ey feelings of self-worth; and sets
nerogy luﬂ.(u,m‘nu(" Pl
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and counselor can begin realistic

Jiee s javy,,

e SOt o berter v
sdepcisa Infornatieg " ighbers

career goal setting and planning.
Some informal assessments Job Optionms,

Inc. has developed include an interest

«
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questionnaire, a skills check list, and a Support services check list
(see Appendix'B);,informal tools such as these can be customized to

. the indivﬁgual project and its clients.

phase four — goal setting
)

Directly after completing a~coﬁprehensive assessment of the clieng,
you should begin the major task of goal setting.» The client, with the . .
assistance of the counselor, should first be helped to discard sexist

7 A X J

notions of employment and '"women's place in the world." ‘The job market -

should have no.boundaries because of sex; the client's concept of )
. .
_employment should focus on a satisfying career no matter what the field.

With an open outlook, she can realize her,g@als and work out a tentative

strategy foy,ﬁmplémentation.

" Based- on the client's financial obligations and established priorities,
the strategg_shouid include emploxment, job-training, and educational pians
as -needed to yield maximum benefits. The client-developed plan #s a
particularly important part of your service.because it encour%ges a sense -
of responsibility on the part of the partic}pant, which in turn helPs
to promote a fegling of control over her‘ﬂe§tiny. Educatioﬁal plans may
include placements to upgrade basic education, such as adult learning
centers for competency—based programs, remediai reading programs, .or
.individuai tutoring. These placements can be followed by degree or
non-degree programs at local community colleges.

One typefof referral Service developed by Job Options, Iﬁc. and funded
under the Comérehénsive Employment and Training Act (CETA) is \ skills~;
training center. Giving women the option of receiving extensive pre-training
in non-traditional fields\such as plumbing, phinting, and carpentry groutlf

A L
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/ -
broadens their chances to re-enter the mainstream of sociejy in a

productive capécity. The Job tions, Inc. Technical Skills Training
Center‘proQides this opportuni

‘The first goal of the trajning center is to stimulate interest in

. . C 4

non-traditional work by providing an aG\gdance of "hands on" learning
experiences. These exéeriences are typically self-instructional, self-
paced, and eYaluated on the basis'of performance; .they always yield a
finished product created solely by the trainee--a rewarding experience.

As the trainee develops interests in specific ;areers,/the staff
isolﬁte;.the skills needed to enter these fields. Through careful and
intensive assessment, the ihétructors then begin to determine wﬁét skills
each trainee needs in order to qu;lify at\at entry level.

The trainee's weak afeas are then improved through an individualized

-

plah of study designed to make the trainee job ready. For example, one

. » m
' - 4 woman wanted to enter the carpenter's union,. yet her evaluations showed
serious deficiencies in math and tool-identification skills. Although she ’EB

scored high in mechanical reasoning and demonstrated all the motor skills

necessary to hammer and saw, this woman faced two stumbling blocks identified .
L]

by the training center: To overcome the problem, she received a work/study

- «  prescription-that included a review of math from grades four through twelve

and was required to learn thg_édentity of every tool she used (135 tools in o

“all). fter five weeks, she brought her math up to the desired level,
, _

learned the tools, and proceeded to pass the union admittance test. Hence,

L R

she has explored her potential and expanded her job options.'
4

- If training is needed, the Department of Labor's CETA division should be

contacted for information about your local prime sponsors. Educational and

W




training programs such as the Opportunities Industrialization Centers and

employﬁcnt openings offering on-the-job training need to be identified.

You should aiso contact local:unions for information on their apprenticeship

programs, which include on—tﬁe—jbb wqu experience plus classroom studies. I
: ) .

Private training programs may be available ih your area for various
occupations. Where funds for training and educétion are neehed, Basic
Educational Opportunlty Grantq from the U.S. Department of Education are
available for low-income persons, and state grants are often available from
the State Depértment-qf Education. Career development centers at local

high schools and colleges can offer information on educational and training

. opportunities, scholarships, and grants available in your community.

phase five — emplgyment readiness counseling
Effective job ﬁérfbrmance depends upon’thé“;cquisftion of accomplished
job skills and wéfk—related attitudes and social ;kills. It is important
for the client to acquire the skills in the fiecld she is pursuing--if
ﬁecessary; through education and training. Just as important, the client
must 4earn to manage everything from comﬁetitive work pressure to arriving
* at work on time. Spéﬁifically, the,;}ient should be asked to explore her
own attitudes and peféqption§ about her role in ég;;;;;, dsdwclf as.her
potential employer's réactions to her as é female offender. Also, she
‘&hould unaersténd_how sex-role stereoéyping and in some cases.racism and
assumptions "about social class may have limited her career choices, hampered
her potential, or otherwise affected her. " | _ )
Barriers that keep the clienf from prospective cmployment should be

-

addressed by helping tge person learn to cope with and/or overcome them.

RS




One mechanism to alleviate.-or eliminate barriers is a problem—solvind
approach, which can range from a siﬁple remedy--assisting a client in
qbtaiﬁing a driver's license--to a comple; one--overcoming an employer's
\ prejudice toward her; Sometimes what on ;he surface may seem simple B
~ »
(e.g., transportation needs) may really involve reluctance to leave the
accustomed environment. Whether it be a fear of breaking into an all-male
‘ field or adfeeling that racial and social discrimination are more prevalgﬁt
4i¢r in the subd}bs, counsefors must‘be sure the problem is alleviatgd_before
proceeding to job placement. Through'the\counseling process, clients
“gain the confidence to consider diffeéent!options and are better prepared
to overcome future obstacles by thémselves.
On an individual basis, job-readiness counseling a#d‘£raihing have
ﬁeen most successful. However, clients can also bgnefit from weekly
work§hops designed to stimulate discussion of jobereléted topics and to
enable them to interact with peers. Suggested workshop topics are
"Interviews and Interviewing," "ﬁesume'and Application Preparation,”
"ﬁow to Get Aldng on the Job;",
\ hEmployee'Rights and Benefits,"
and "Non-TraditionaI Job§.Y In
addition, simulated job interviews
can help the client present herself
favorably to an employer; conducting -
a variety of %BED interviews can be
a useful techniqﬁe to help tﬁe’client
learn to handle frustration and conflict.

v

The development of a clieng's habits

N




.in.keeping appointments, actively seeking information about possible
jobs, providipg full informatjon for resume preparation and job

-
applications, presenting herself Lp acceptable dress, etc., are all

considerations in determining job readiness.

phase six = smployment sesrch
The client, especially at the.outset, should be encouraged to
conduct the search on her own to learn self-reliance, responsibility,
and the ability to ﬁégotiate with the community. - That is why it is
important for the job devéloper to keep_in-hoﬁse files and to keep
otherwise closed doors open for the .cliert's search. The search should
be based upbn goals developed by the client, supported by a realistic
yet bias-free apﬁraisal of the employment market and her own skills
and abilities. The client will use all the learning skills she has
acquired thro;gh the program: how
'
to present herself to an employer,
how to deal with sexism or racism,
how to move around the local comTﬁnity,
and how to deal with an interview.
If the client's 7§arch is unsuccessful

after a reasonablle period, you should

offer further assistance baspd'on the
program's employmént development activities and including,‘if necessary,
accoﬁpanying her on interviews.

In order to provide ‘the job-ready client with a ITarge resource of

potential employers, the job developer should go into the business community.,

as public relations representative.of the agency and advocate for the .
20
)
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client. The job developer should point out to the employer that the
v

service can provide a. pool of job-ready peopie who are yilling and
. ready to work.. It should also be ehphasized that this service can
reduce the employer's hiring risks throdﬁh the processes of screening,
evaluation, counseling an& follow-up counseling, and in some cases
training. 1In addition, the,jpb devéloper may appeal to the employer's
sense of community responsibility by offering the opportunity for the
employer to (a) provide economic self-sufficiency to those in need, (b)
assist in decreasing welfare costs, and (c) les;en the. potential for
further economically motivated crime. Some employers view this service
as a free employment agency, while others see it as a means by_which‘to
fulfill necessary affirmative action plans.

The job developer should identify the area's best—pa%ing jobs for

t which clients may qualify, such as jobs in non—traditional.fields and
manufacturing plants. Working relationships between the job developer
and company perspnnel managers, affirmative action officer§; and trade
union representatives need to be developed to facilitate clients’ entry
into these predominantly male fields. One method to ease this-entraﬁce
into unaccustomgd environments is to arrange tours of "the companies.
Anothef method ‘is to #eep the companies' applic;tion forms on hand at the ,
agency to assist clﬁents in applying for jdbs. ) “S,j

-Q#en a specifiC'type of job is sbught, the job devéloper and the
client together need to use mahy_resources to track down a good opening.
Job search sourcessinclude ghe daily newspaper, state employment servicg%

) ' yellow pages of the telephone directory, Chamber of Commerce and other

industry directories, college placement centers,* state and federal civil
? J

[}
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service listings, and eveﬁ conventional employﬁéﬁt agencies for fee-paid
.positions. Every acceptable position should be Aischssed, followed up
by telephone inqui}y, and/or applied for in person or by mailed resume.

The job developer must use discrgtion as to when to act as the
client's advocate and(when to allow the client to approach employers .
independently. Obviously, if an employer has reacted negatively in the’
past to the service, the.client should apply without visible assistance
from the service. However, it is helpful if the client can call employer;
from the agency office so that the job developer can offer suggestions.

ﬂ The job developer shoulh also aid the client in preparing a cover letter
to acc;mpany resumes in response to opeﬁings.

Before any interviews, the job developer and client should di;cuss
the specific job requirements, policies of the-company, if known,
appropriate manner and dress, and questions likely to be asked. A¥ter

» the interview, the'client‘é reactions to it éﬁd her plans for furfﬁer
actior to p;rzgz\the position shéuld be discussed. It is important for

' the client to realize that the job search is not a rejection process, but

a positive step toward actualizing her potential.

phase seven - placement
’ 14
For employment to hdve a significant effect on the indiviﬁual, the

" job must meet §Pe client's needs; usually this means ecmployment in which

“

she has an opportunity to grow. The job developer should attempt to place

.* program partiéipants in jobs suited to thcir abilities and goals; in
» .
positiéns where employees receive on-the-job training; anu in lovations
' ]

and environments that are beneficial to participants.
/ ‘ .

4 oo
2 \}"‘}




The client's need for self-support leads the search to placement
in noﬁztraditional jobs because these positions usually offér the highest
pay; placing any adult in a low—payiné, dead-end job such'as domestic
worker, dishwasher, or qtﬁer low-level service worker cannot usually be
expectod to have a positive effect on the individual. However, atitimes
the staff, with the consent of the participant, might place a client in a
lower skilled position that pays a moderate wage to give the individual
necessary incbme and successful employment experience for a few months.
During this period, the job developer and client continue the search to

. »
locate a job that more closely matches her career choice and offers.an

opportunity for upward mobility. T

Successful employment frequently is a continuous climb of gradually
improved jobs rather than one quantum jump. Individuals with little
emplo}ment history may need a number of jobs befére they can stabilize.
Hence, high job mobility does not necessarily mean failure; it is often

part of a steppingstone process in which a temporary position is taken
. \

until a career opening is found. : .

phase elght - on-the-job supportive follow-up service
Job longevity and satisfaction, which are important to employee and
employer alike, may be dependent upgn the social and work-related pressures

€hat the client faces. An employee's ‘ability to get along with her co-workers

and to keep pe?fonal, off-the-job problems from infiuencing work behavior

" is particularly important.

I

One of the keys to job retention is supervision, regardless of the

_background of the employee. Work supervisors generally have been unable

. A .
" or ynwilling to cope with the on-the-job behavior of offenders and other

25 | | S
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disadvantaged persons when it is incompatible with fhe effective operation
of the firﬁ. Clients need guidance in seeing that they do not become
trapped in a non-mobile job situation or tracked into only»"women'é work."
The amount of risk and inconvenience an employer is willing to accept
and tolerate will depend upon how much assistance and/cooperatidh are given
by the program's staff. Embloyers must be made aware that they are
receiving'an assessedj)skilléd worker as opposed to someone-who might be
hired right off the street. .’ ]
The job developer should be acquainfed with the emp{oyer,'the'personnel
officer, and the client's supervisor and should be responsible for maintaining.

liaison with the employer--for example, making a biweekly telepﬁone call

to the client's employer (but onl; if the employer consents). At the same

.time, the employer should Be encouraged to call on the job developer when

(4

needed. Employers also see follow-up as an added insurance against what
they otherwise might call a risky employee choice. ~ |
The program's job developér should assure the newly employed client
that she will continue to receive supportive services for on- and off-the-job
problemsland crises. The job develqper should also deve{op'a schedule
witﬁ?the newly placed client for coﬁtinued counseling at a decreasing
level of frequency until the serYice is no longer necessary. _The follow-
up should continue for approximdtely one year aftér platement (see Appengix
C for an example of a follow-up questionnaire). |
Each of the eight.phases varies in length depending on the individual
client's needs, .put clients normally go througﬁ the various steps prior to
follo;—ﬁp in from one to six months, aQefaéing three months. However, if
education or training is needed the time may be extended. If at any time

©

during the process the counselor identifies intervening variables that will

-
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. affect the client's job readiness (such as a health problem) she should
( .
either refer the client to another agency for additional help or put the

client on inactive status until the situation is remedied.

27



HOW YOU ASSESS IT
evaluate the services

Historically, program evaluation was done by outsiders who, in a
week's visit, asked a lot of quégtions and completed a report that
stated what the program was and how well, or how poorly, it was doing.
_Evaluation techniques have progressed a great deal since then. Evaluation
is now an integral part of planning and operations and should be a useful,
not threatening, process. |

Evaluation should be an ongoing process begun‘durin; planning. You
should identify pdtential users to determine the difﬁerent purposes the
evaluation will serve and the questions that need to be answered. Of the
numerous posgible evaluation designs, the suggested technique for such ;
program is a "quasi-experimental' design. It entails setting up a control
group of people who will not receive the service, but whq&posseég
chéracteristics similar, if not identical, to those of your clients. Data
should be recqrded on the demography, marital status, means of support,
work history dhd_other employment information, education, and criminal
iqvolvement of the ciients and the control group. The control grgup is
then used as a yardstick against which the performance and the experiences
of‘the program's clients c;n be measured.-

There are three types of measurements that should be used for

evaluating the program: effectivemess, impact, and efficiency.



-

eoffectiveness
‘ To assess the effectiveness of the service, data should be collected
at the intake interview and also at placement and follow - up. Intake

interview forms, progress reports, and follow-up questionnaires can be

dgveloped so the counselor and job developer can keep a close record of

- -

essential information about the client as she progresses through the progrpm.
This information can be tallied onfo charts that should include dem&graphic
information such as race, mar:;al status, nuﬁbér ahd ages of deéendents,
Qnd educational level of the client. Economic status should be ch&rted as
to source of support at intake, previous job stability, and amount of income.
Legal information should include the type of offense (and if it was job
related, the sentence, if any), any financial obligétions.such as'restifﬁtions
and fines, énd whether or not the client is in a pre-trial program dr on'y
regular probation. In addition, ﬁny arr;stg subsequent to the individual‘s
.becoming an active client should be documented. These charts, when compiled, .
offer a clear base from which to make comparisons with the control‘group.
An analysis of this data will determine the degree of success in relationship
to the original goals. \

~
x> ~ To assess the improvement of the major goal--participants'.economic
pqsit%ons——compare the percentage of increase in employment status and
hourly wage at intake and termination with control gro;p tallies.

If you provide in-house educational and training services to clients,
pre- and post-measures can be used to evéluate any iﬂcrease or change.
Services making edﬁcational training referrals to other community
programs can eghluate effectiveness by comparing the numser needing

educational and vocational skills with actual placements and by comparing

clients with the control group.
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Improving the various j&b options for women in fields traditionally
dominated by males is one of the goals, Eﬁployment recorQs at intake
and placement charts should register a change of jobs by tategory from
"'stereotyped" positions such as domestic workers, clerks, and receptionists
to '"non-traditional' placements in truck driving, union labor,-éonstruction,
steel work, etc. A definition of '"non-traditional" éuégested by the\GiS.
Office of Education;s Bureau of Occupational and Adult Education is_an
occupation in which women represent less than 38% of the work force.

The rate of recidivism--defined as rearrest--is an important

. .

“measure in evaluating effettiveness.. By comparing the number of clients
Qho are rearrested with the control group who had no participation in such
a service, the percentage of recidivism can be derived.

The effect of.counseling and support on job mobility and-stability
can be nieasured only through follow-up after approximately one year. By
personal contact or mail, the job-developer can keep in touch witﬁ clients
who have been placed and can measure their stability rate against that of

—

the control group.

4 S
PR S
¢

.

impact
" Program impact is not as easily quantifiable as éffectivenessf In an
effort to evaluate the personai dnd social benefits the.service has rendered,
keep a recsrd of advocacy activities. Administer a simple self-esteem test
to clients to determine and evaluate their'feelings about themselves. At‘the
end of the service;T a comparison can be made of éctual services rendered to

clients versus those they requested on the support-services check list at

intake (see Appendix D).
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" efficiency

~

Cost/benefit ratios are the economic measures of progr:m efficiendy.
The simplest cost/benefit equation is as follows: divide the total yearly
budget by the number of cliengs servedz';Job Options, Inc. estimates that

+

from 1976-78 it cost, on the average, $1,600 to put a client through the
n;ogram, as compared with $2,000 tq place the client in the local county j?il
for tne same period of time. In such cases, the %inancia] savings_can be

a most forceful and convincing argument fof your program. This simp}ent'
typé of cost-benefit énalyéis as a tradeoff between the added cost of the

service and an ongoing confinement cost should be used whenever possible.

ﬂbre comprehensive cost/benefit analyses should include consideration

.of taxes lost to the state because a person is confined and cannot work,

policework ‘costs, court and parole costsl cost of offensés, and loss of
produetion pecause the offender is confined. These factors are espec%glly
important to a pre—trialgintervention program because your project can
enable the government to avoid éll these expenses completely. .

| Finally, annual reports, including an.eyaluation of the servicé,
should be nritten and distributed to the general community and its
leaders, to funding sources, and to the court system and other referring
agencies. These reports\will insure the_credibilityAand success of the

program. o ' - ‘ P

Py g
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:cl'ient profile |

The following client profile is a composite of the Job Options, Inc.

-

pre-trial intervention project.. It is hoped thay this profile will be

another measure by which others can judge thé_effectiveness of their service.

. In twenty months the project served 84 ents. Although 30 others
were referred,-they either did not quelify or were not ihtefested in the
service. These 30 were 26% of the total population referred

It is 1mportant at any given time in the program that the seryice
. - be ablexto acco@nt'for the status of every client from intake through
termination. The following figures indicate the tinaf stetus of this’

project's clients, which was e:fa;rly constant analysis throughout the

program, with the exception of the start-up period. N
: . <. . w3

At any one time, there were usually 39% of all clients in.Phases One
through Six, 20% in the final follow-up stage, and 41% terminated. A

breakdown of the 41% terminated clients shows that two-thirds were classified
: e

as positive, which is defined as a successful completion of the program due

~ to self-sufficiency, departure from the project for entrance into another

L]

- program, or departure due to moving to another locale. The remaining
one-third non- posltlve terminations were due to’ the, 1ndiv1duals' unresponsive
attitudes toward the service. In addition, of the 7% clients rearrested

approximateiy one-half continued active service.
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The following chart is helpful in depicting the pfogress of

the service on a regular'basis;
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Thelfollowing chart gifes complete figdres on raclial composition.

»

v

CLIENT PROFILE BY RACE

Total

* , ARD Probation

Race 'R "R ! "
Non-Minority 24 60% 19 43% 43 51%
Minority 16 40% 25 57% 41 49%
7 Total 40 100% 44 100% 84 100% o

The following table breaks down the means of support for the entire

population.
/ l ]
MEANS OF SUPPORT
\ ARD Probation Total
# - % # % # %
. Se)f 6. 15% 5 11% 11 °13%
Public Assistance 16 40% 32 73% 48 57%
Boyfriend 4 10% 1 2% 5 6%
Pafents or- Spouse 14 35% 6 14% | 20 24%
Total 40 100% 44 100% 84 100%
~

The support chart clearly indicates that this population is

primarily supported by public assistance.
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demographic profile
The profile of clients served compares favorably with the project's .
client profile prior to initiation of the program.

. The avefage age of the 84 clients served was 27 years. Seventy-six
percent . supported themselves,-a;d 52% were the sole support of an average
of 2.2 dependents (41 were mianity and AS were:non-m@no;iiy group members).

\\~ Considering the total populiation at the timelthey were referred to the-
program, only 8% were employed; all working in.loﬁ-skiil jobs such as cﬁsﬁier |
or low-level jobs such as food service worker. The remaining 92% included

- 57% on public assistance, 30% suppbrtedﬁby.relatives or friends, 3% uneﬁbloyed
at intake but usually self-supporting, and 2% receiving unemployment

compensation. The average completed educational level of all clients

referred was grade 10.8.

job and edm\ncatloh placements -

Sometimes it was necessary that a.client be placed in a less dgsirablé
job in order to fulfill an immediate financial need while the search for a
more suitable position continued. -This is reflected in the job placement
tallies. Altﬁough 33 clients were placed in unsubsidized jobs, there were
actually 41 placements made for those 33. The following is a partial list
of jobs in which clieﬁts were pfhééd: Laborer, Keypuhch Operator, Nurse's
_Aide, Clerk, Steelworkér;”Encoder Operatof, Cement Truck'Driver, and Book-
keeper. -

l%he average weekly wage of clients placedﬁin traditional jobs was

$120.00, but of those placed in non-traditional jobs it was $230T00 per week.

| Although ngn;traditional jobs pay a higher wage, the client who has little

experience in the work force is usually more comfortable starting in a

35
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' fraditional area rather than a non-traditional, or maie, field. This
fact.reinforces the constant peed to deal with sex-role stereotypiné for,
the employed as well as the uneﬁployéd worker so the client can'quickly
move upward in the job market. . |

Twenty-three percent of clients served decided to further their

- .

_educatiéh and training, while 11%--or 9 c;iig}s——latef went on to be
placed in jobs.
To summarize, out of a caseload of 84 clients, over half--or 43

clients--were placed in jobs, educational programs, or both.

\ )



IN CONCLUSION

It is anticipated‘that these figures will pssist others in séfting
<. realistic goals for planning and evaluating their prospective service.
It muét be added, though, that solving problems,lpersonal as well as job
, related, is just as much an integra} part of tﬁg service as are these
compiled figures. ) 4
A program's worth fhnnot be measured only in today's tallies and
» percentages. Opening doors for a ﬁeédy offender, watc‘ing her progress
to-self-confidence and se f—sufficiency.w}gh thé service's help, 'is proof
to every 'staff member of#the effectiveness énd-impact of the service. And
the success of the program continues éaily in the clieﬁt's life ahead as a

sel f-supporting, self-confident member of the community who has helped

bridge the economic disparity between the sexes.
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INTAKE INTERVIEW FORM (confidential)

Name . ' ___Date Date of Birth

Adjfess ' ' Phone #

Social Security #

‘Race Primary Language

Marital status: single married separated divorced widowed

Chi-ldren:l N Name , o Age Whereabouts
2. O o
] , -
3. _i." . :
4. > l | ‘ . (
Emergency contact: Name Phone Relationshiﬁ:;__~_
Education: Highest grade completed - Occupation
School/Other Training Course Dates
} 1. . :
s | - |
- w
3. . N
Work status: unemployed  employed  Hours pér week \‘--~‘~§g
*Current employer . | Salary pe} hour
Type of work . . ' L ‘Current work schedule il
~ Specific duties
Sought work while on probation . Probation officer help ‘
Noﬁ like to work or to find different work
» Want to get more training- . ﬁore education
General health: excellent ' good _poor
Particular health needs or problems, last 2 years
'
— : M
Current source~of economic support: self  spouse/boyfriend
‘parents___w_pnemployment_____yelfare AFDC weekly total
Available transportation: car _ public 'other noneﬁ;_priver{g licens?___
If suspended, dates ' | appendix A
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INTAKE 2 _ .
LEGAL INFORMATION (conflidential)

Probation Offtcer _ Department.

~

Charges from this arrest

-
.

Co-defendants male ‘fomule_-~wﬂpisposition.

I

Special conditions

Costs Fees Fines Restitutions Total
Amount paid\to date First offense? yeé no {
. ) Former charges: Date Conviction . Dispositibn
- =4

~ If so, how mﬁch?__h--ﬂas it\ later lowered?  To what?
Were you detained in jail} Which one? How long?
Were 'you released on your own re‘ognizanbe?w_ﬁ_Who raised bail?
Ve ~
Were you %equiggd to plead guilt;\ir innocept? o »
When? To ;hom? What was yéur plea?

-

Did you have a 5}ivate lawyer? xgr public defender?

Were-you told about ARD? _By whom? - Was it offered to'you?

e e

Why did you decide to go on ARD?

When was your trial? ' . Which judge?

Was there a jury? A pre-sentence investiga;;on? '

What was your job or income source at arrest/offense?
. . Tl

Did you lose your job because of being grrested?

; )
Status: mutual accepfaance date or rejection, by
Basic Education Test: Reading ° Math  Language.
Coppersmith Score: Pre Post -
.. appendix A
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{2

Work History since school (most recéht first) -

Name § Address
of Company
»>

Supervisor

Title §

Salary - Dates to, Hours
per Hour and from

. per
Week'

‘(confidential)

LY

Reason élr
Leaving

~f.
(S

appendix A
®
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X
"n INTBABST QUESTIONNAIRE (confidential)

f. Do you like to work alone?  or with others? __ In peace and
quiet?  or in a busy.place?_;~n~w ,

2. Do you like workiﬂg w;;h your hands? ‘with numbers?
Qith_machines? on the phone? with ideas? by writing?

IR T v T

doing detailed work?

3. Do you like physical activity?ulw__peing inside? or outside?

in one place? or moving around? -

4. What ideal job can you imagine?

5. Dq you like being in charge of others?  having a boss who leaves you

to work alone? _ or one who checks up on you often? Do you like

working on a team?

6. Do you like a very organized job or office? Do you like organizing

your own time?

-~

7. Are you comfortable with new things at work? Aré“you willing to

&
have work which-involves risks? or do you prefer a secure job?

8. What kinds of leisurqfactivities do you like?

active or passive ones? .

‘9. List some of the things you can't stand doing.

10. Do you like to work fast or slow? do the same things over and
over? or a variety of things?
— A —

11." What things do you do well?

12.. Do you mind traveling far to work?  Would you be wiiling to‘;ork ‘
downtown? _ in the suburbs? npear home? “52 home? "
13. Would you like to work for the state?*“;__jn.priVate business?
in a social service agency?  a store? __ a factory?
a school*? Where.else? o T o .
/

/ . ' 57 . ' '
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14.

15.

16.

17.

18.

19.

' What is the most satisfying thing you ever did?

24

What minimum salary would you need to start off? What salary

would you like to move up to in say a year's time?

What kind of co-workers do you prefer? women men both
all ages young mature
Do you want to work where there are few workers? or in a large

organization? or middle-sized?

What benefits are most important to you?llong vacations;____}ots-of
sick days  health coverage  for your children tooﬂm-_}ife
iﬁsurance____;yetirement_ﬁan_pthers 7 N

Are you competitive?  da you work best under pressure? Do you
want a challenging job?  or an easy one? -

20.

" about your personal life?

21.

22.

23.

24,

Name :

- What things are you best trained to do?

the best job you ever had?

the worst?

What would you most like to change or have changed about your work

{

situation?

"Which of these are (not should be) importamt to yoﬁ? security

popularity status _/ helping others appréval - feelings of
belonging power' glamour achievement wealth
affection What rewards mean the most to you? = )

If you take more training or education, what things would you like to

learn?
. . . 3
Would you be willing to travel on a job? be transferred?
. v
Did you like \school? What was best about it? _
\ '
What was worst®
. ~ Date: " appendix B
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file papers

SKILLS CHECK LIST (confidential)

Do you knoﬁ
how to?

Do you

like to?

fix people's hair
sort things out .

pay bills

run machines

make change
type

run a cash register

plan events

build things
keep written records

drive a vehicle

work with animals

read instruments/meters
grow plants

repair things

use or repair engines

wrap packages
test new products

65

cook

assemble things

make deliveries

Sew

interview people

demonstrate things

cut fabric d

persuade someone

work with your hands

run a meeting

‘dance

organize people

follow directions .

volunteer your help

play sports
wash and iron

Name:

‘)

Date:

~ wait on people

. 1ift and carry.

L

sell fhings

Do you know
how to?

Do you
like to?

arrange a display
clean

take care of people

paint thin
dig q‘

answer letters

work by talking on the phone

inspect, something
read to find information

speak in public

make a poster

work with chemicals

design things

succeed with limited resources
be in charge

do arithmetic

buy supplies .

sell an idea

teach

measure things
sing

make decisions

help sick people

give people information
clean up -

pack and unpack objects

draw._

manage other people \
write ideas .

work out problems

make or fix furniture

take care of children

make things out of metal

appendix B
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n SUPPORT SERVICES CHECK LIST (confidential)

‘ =
We would like to try to help you with a variety of things that could make it easier for you to - .

concentrate on work.

accomplishing these.'

__Fix my car

__Learn to drive '

__Get a car

__Find day care or a babysitier

__Take child to doctor —
__Get children clothes
Talk to child's teacher )
__Be more patient with childrOn

__Learn to read better

__Get a scholarship

__ Finish high school ‘
__Learn a trade
__Go to college
__Learn secretarial skills
__Get a social security card

__Find out ny rights as a
__tenant
__employee
__woman
__minority
citizen

Below is a list of possible activities you may want to do.
Please check the items you would like to do.
__ﬁee'a léwyer
__Get adoption information

__See a doctor
__Get eyeglasses
__Get a Pap smear § breast exam

Lose weight

+_Get birth control
__§ee‘; dentist
__Find & better joh

“;puy tools for a trade
__Get VD test

;_Get a pregnanéy test

__Take a hearing test
__Get a Mediéaid card
__Get a flu shot
__Learn about nutrition

__Apply for food stamps
__Get emergency food
__Stop drinking

4

Date: _ : €

" _-Have a‘baby
_- Get married
__-Get off drugs

__Find new housing

_appendix B

)

We can help you in

__Get on better with
neighbors
__yelatives
__co-workers. ,

Gain weight

__Work on‘ﬁkoblems with close friend
' or spouse

-

__Learn more about taxes

_Apply for welfare

__Get support payments . .
__Learn how to budget money

__Barn a better salary

_Get a telephone

__Learn to fix things at home
__Get clothes for work
__Take a civil service test
__Get driver's license
__Other |

st

-
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CLIENT FOLLOW-UP QUESTIONNAIRE (confidential) o

N " P
1.  Name: B
I1. Address: - '
| ~ ‘ fl; Y
ITI. Are you working now? . '

If yes, where?
! ‘

—r - . ¢

If yes, what is your current job title § description?

L |

IV. . Did Job Options help you find thcfjob you have now? . o —
' .

A. "1flyou are still employed in a job Job Options helped you
- find, answer: .
= -+
1. Do yqu still like your job?_a’f
Why/why not? '

2, Have you had any problems on your job?

Explain: Aﬁ
3. Have you gotten a raise since you began this job? 7
If so, what is yoar new salary/hour? N\ R

¢ .
4. Have you been promoted or had your job duti>§ changed since
you began this job? - :

N
What is your new job or title?- i ’
5. Do you'expect to get g raise or promotion soon?’
6. Have you been evaluated by your supervisor? »
If so, what were the results of that evaluation? .
. . _ .‘_ . I‘.’ .
B. If you are no longer working at the job Job Optionsfhelped you find,
Answer ! . . L ‘ :
1. “When did you leave the job'pr Options helped you find? - e ¢;
+ 2.7 What were the circumstances of your leaving?
Did you resign? Were you dismissed? X
Were you asked to resign? ' Explain’;
3. Have ydbu found a new job?
4. 1f not, would you be interested in having Job Optiohs help you
find another job? ' :
. . 7.
Thank you for your cooperation. ) _ ¢
61 A appendix C 1;



. SELF-ESTEEM INVENTO&X
/ . — : ~.
ease mark each statement in the following way: »
If the statement describes how you usually feel,\put a check in

the column "LIKE ME." - \ h
If the.statement does not ddgcribe how you usually\ feel, ﬂut a
che¢k in the column "UNLIKE ME."

There¢ are no right or wreng answers. ///

4
-

A

- LIKE ME | UNLIKE ME

I spend a lot of time daydreaming.

I'm pretty sure of myself.

I often wish I were someone else. . .

I'm easy to like.

1 never worry about anything.

], find it very hard to talk in front of a group.
I wish 1 were younger.

1
2
3
4.
- 5. My friends and I have a lot of fun together L -
©
7
8
9

There are'a lot of things about myself .I'd change if
I could.

10, 1 canlmaképup my mind without too much trouble.
11. I'm a lot of fun to be with. :

~12.. 1 get upset easily at home.

13. 1 always do the right thing.
14. I'm proud of my work.

15. Someone always has to tell me what to do.__

16. It takes me a long time to get used to anything new.
17. I'm often sorry for the things I do.

18. "I'm popular with people my own age.

19. My family usually considers my feel1ngs

20.. I'm never happy.

21. I'm doing the. best work that I can.

22. I give in easily.

23. I can usually take care of myself
¥ 24. I'm pretty happy.

25. I would rather do things with people younger than I

b ]

26. My fami‘ly expects too much of me. . o
27. I like everyone 1 know.

28. I like to be called on to give information.

29. I uriderstand myself. -
30. It's pretty tough to be me.

31.: Things are all mixed up in my life. __

32. People usually follow my ideas.

33. No one pays attention to me.
34.. I never get yelled at.

35. I'f not doing as well as I'd like to,

36. I can make up my mind and stick to it.

A 37. 1 really don't like being a woman. "
38. I have a low opinion of myself. '
39. I don't like to be with other feople.

40. There are many times when I'd like to run away from

things. - _ _

¢ _ . . . : @
. oo L ; ' » _ appendix D
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41.
42.
43,
44 .
45.
40,
47.
48.
49
50.
51.
52.
53.
54.
5S5.
56.
57.
. 58.

I'm never shy ..

L1KE ME

UNLIKE ME |

I often feel upset.

S—

1 often fecl ashamed of myself.

I['m not as nice looking as most people.

If I have something to say, I usually say it.
People pick on me very often.

K

My family and friends understand me.

1 always tell the truth.

s

Some people make me feel I'm not good enough.
I don't care what happens to me.

I'm a failure.

I get upset easily when I'm yelled at.

Most people are better liked.than 1 am.

I usually feel as if my family is pushing me._
‘1. always know what to say to people. .

1 often get discouraged.
Things don't usually bother e.

I can't be depended on.

‘
appendix D



FRAMES 1 § 2

FRAME 3

LT 4

FRAME §

FRAME 7

FRAMES 8 § 9

2

JOB OPTIONS: FIRST OFFENDER WOMEN
'SCRIPT W ¢

Logo/name/title

Today, more and more women face a critical life
situation in which they have no alfernative but

to be self-supporting.
‘Many of these women are economically disadvantaged,
undereducated and unskilled. All too often, she will
<also be the-soie supporter of children, making her
need for self-support a real and hard-felt necessity.
‘The disadvantaged woman has few options open to her.
Only with exceptional good luck will she find a decent
paying job, even one above the poverty level. Most
will find the doors to -gainful employment closed.

Wiﬁh opportunities sgg;;hgly nonexistent or out-of-
reach, she may then turn toleconomically motivated
crimes....shoplifting, forgery, 1a$ceny or prostitution,
whatever is necessary to survive.

Crime can only provide short-term solutions to her
economic problems. . She will cohstantly be faced with
the prospect of ar;%st, remain aljenated from society,
and further increase the odds.againSt_her ever
achieving a decent livelihood and life for her and
her children,

The woman who is arrested and-sent to prison faces an

even worse. situation. (9) She becomes separated from her

children,

59



FRAME- 10

FRAME: 11

—

FRAME 17

FRAME 13

FRAML: 14

spends needless time in jail cells, and will hdve.to
carry the "offender" stigma with her throughout her
lite.

She will always be considered by some as undesirable}
unwanted by society, and unWofthy of assistance. She
will not receive any specialized training or education
as she is.among a small, overlooked minority.

As an inmate her assigned work is the most menial,
that of unskilled labor.

So she sits in jail and contemplates life when she
gets out....life supported by the only me%ps she
knows, welfare and crime.

How can we change this picture?

By assisting ;he offender woman nggzg'incaréeration
by providing a positive, direct plan of acfion, we
can help turn her away from what would be a bleak
future toward one that offers hope and promise.
Imnediate assistance at this point can redirect her
life. With understanding, help and guidance $he.caﬁ
become a productive member of society. More than-
;nything she needs a job that will provide abqggfg.
poverty-level income and opportunity for futﬂre
advancement. A good job 1is ihe key.link to becoming

self-supportive, to decreasing the possibility of

reversion to crime, and to reenforcing her own

feelings of self-worth.



. FRAME .1?3; A broad range of job options must be open to her, \ .
7 { o especially occupatfons in which the benefits and .

.salary are high. In today's society, these jobs are

PTR

usually found.in male-domimated fields. ‘The problem

»

', is not only to train wolffen for such jobs, but to help
’ them gain e}ltry into these fields.
FRAME 16 To address the multiple problems of the female offender,

-

.a career coml-selihg and job placement program was begun
in Dauphin .Commt;f , Pennsylvania. It was funded yﬁder the
Women's Educational liqﬁ'ity‘/\ct. -

FRAME 17 - It is operated by Job .Options, Inc., in connection with the
existing pre-trial interventiqn program of the courts, which

responded to the belief that effective assistance

FRAME 18 in the comunity will serve selected offenders and the

camunity better than incarceration. ,

FRAME 19 Results have been unusually good with the first or less

serious ‘offender. Rearrest rates arc lower; job placement
L 4

[ d

and retent_;.iop higher.

FRAME 20 Also, the value of avoiding the stigma and péychological
trauna of incarceration is inmeasurable.

FRAME 21 ~To understand the significance of the job options program
it is} important to face the fact that female offenders

everywhere have been virtually ignored. Not so surprisingly,

]
s,

their situation and needs are similar in every part of the

C(y\try. And now, something can be done. 3

4




.~ . 0~

FRAME 22

FRAME 23

FRAME 24

FRAME 25

FRAME 20

N,
FRAME 27

FRAME 28

.

A positive respoﬁse by your community can be fo ﬁelp redirect
first offehder wanén at the initial stages of cr}minnl
involvement by establishing a program for job placement

and career development thfough-bréﬁtriai intervention.

The suécess of the service depends largely on the aﬁility to
taildr—make a program to work within the community in which

-

it will be situated.

Population, job market, the criminal justice.system, and

other related clements and services already existing in the
comunity need to be considered when sctting program goals
and objectives.
You will nced to decide what form the service will take --

. ] ) . - -
a private or communtty-based organization, or part of an

A ]
existing public agency.
. Y

Then the source of client referrals also neceds to be
considered. They could come through the community's
pre-trial program, if one exists, or the regular probation
office.

Under the pre-trial program, first offenders are offered a
-

" - LN :
chance to have their criminal charges dismissed by the

. court upon successful completion of a specified period

under supervision. Elimination of the conviction record
removes a major job-search stumbling block for the offender.

From the outset, a good, cooperative relationship should be

established with the probation office.

e
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FRAME

FRAME

FRAME

FFRAME

IFRAME

FRAML:

IFRAME:

FRAME:

FRAME
FRAMI:

FRAME

29

30

31

32

33

34 .

36

-

.

The focus should be on how best to assist the offender woman
i_nlbecmling self-sufficient in your particular community.

Next the stuff. and location of the service need to be chosen.
of com‘se., you will want the service located near the

courthouse, major employment centers,

and public transportation in order to be most effective.

‘Now, you're ready to open the front door and get down to

the business at hand:

-

N offering offender wanen gounscling, training and job

\Iilacement assistance so-they will have more job optibns,

cv\é&\in‘thoso fields traditionally closedgge wonkn, that
provi_c}é\\c_z.u*oer development and h_e%ter pay.

To get a clear picture of how the program works, let's
follow typical clients at Job Options.

Upon arrival at the service, an applicant is interviewed
both for her benefit and the -prograun'sﬁ. The potential
client is a.sked about her attitud® and commitment toward

employment, job training, and education.

‘She, along with all applicants, should:

--be a ‘t'i_rst offender or have a cri;mina-l_ record of only
minor offenses; .

-~be underemployed or unemployed;

--be interested in obtaining training, cducation or

employment; and

--not be drug- or alcohol-dependent. .



FRAME 40 Once the client and staff have both agreed upon her entry
into the service, a counselor e&plains the program, its
> gonls.and objectives,
FRAME 41 the client's responsibilities, and how they will work
together to obtain a good job and better future for the
client. |
FRAME 42 An assessment of the client's needs and talents is then
made through-vurious methods of testing educational level,
skills and vocational interests, and the client's persongl
feelings of self-worth. !

FRAME 43 These informal assessments provide the groundwork upon
which the client and counselor can begin setting and planning
for realistic career goals.

FRAME 44 ller chosen course may include training or educational
placements as wclq as employment.

FRAME 45 If she decides on ?raining, one opportunity that Job Options

established was an extension of itself. Their technical

- ‘- skills training center

FRAME: 46 - prepares”clients for a varicty of nontrdditionai f1

employment such as drafting, carpentry, plumbing and
. mechanics. ~

FRAME 47 The center's hpprq@ch concentrates on understanding basic
skills such as mechanical reasoning or manual dexterity
that can translate into many different occupatioﬁs.

FRAME 48 | - It th;n provides '"hands-on" skill training for entry-level

jobs so women can begin to overcome the barriers that have
_ A

locked them into limited occupations.

[ag ]




FRAME 49 1f education is included in her plans, placements can
be made to upgrade basic educatibn such as in high school
equivalency programs. This can be “followed by degree or
non;degree programs at local community colieges.

FRAME 50 When the client seeks employment, either after training and

“education or due to financial need at the outset of the
servige, it is important that she first learn to manage
work-related attitudes and pressures before the job search
begins.

FRAME 51 She is shown how to go on an interview, fill out an
application, write a resume, and is given suggestions for

\ favorably presenting herself .’

FRAME 52 Then the actual job search begins. Every acceptable
possibility is discussed with the client, followed up by
telephone inquiry, and/or applied for in person or by
mailed resume. ,

" FRAME 53 The job developer keeps in touch with major employers in
the community. She presents the program in a positive 1ight,
demonst;ates the need for and shared benefits of employing
an offender woman who is trying to build a better life through
meaningful employment. |

FRAME 54 When the «dinterview is arranged, ghé client éan arrive
confidently, knowing that the job developer has already
opened the employer's doors for her. _

FRAME 55 Althougﬁ the cliént is encouraged to(%ohdpgt the search

[\

. ' <. sy
on her own to.learn self-reliance and responsibility, the




| FRAME

FRAME

FRAML:

I'RAME:

FRAMLE:

FRAME:

FRAMIS

[RAML:

FRAME

FRAME

FRAME

56

57

59

60

61

62

63

64

65

66

ot

job developer finds herself many times accompany ing the

client to interviews because of transportation needs,

or simply for encouragement and companionship.
At the earliest convenience, post-interview discus?ion

between the client and job developer takes place’ to go

Q

over the possibilities of that particular job or to

plot further strategies in the job search. |

Then the day arrives when the job developer Heérs fhe
words "I got a joh!” from a happy client.

For this placement to have-a significant effect on the
client, the job must meet the clicnt's_needs:

adequate wages; and

a position where thé client reccives on-the-job training
wifh an opportunity to advance. -

To help assure a continuing good working relationship
betweeny the client and employer, the job developer offers
supportive follow-up service for at least one year after
placement.

To the client, the job developer offers counseling on
social and job-related problems which the client may;face.
To the employer, addediinsuranée against what the employer

otherwise might consider a risky employee choice.

“This follow-up-should be scheduled on a decrecasing level

of frequehcy until the service is no longer necessary and
the client is a capable, confident, self-supporting woman
of the community.

/ .
And how is the service itself progressing?



FRAME 67

FRAME 68

FRAME 69

FRAMES 70

FRAMLE: 71

FRAMES 72-76

of society.

An essential part of the service should be its own
built-in evaluation system, to be sure it's doing the
best po?sible job.

Record$/ should be kept in order to keep an accurate o
] .
accoudt of clients and program operations, and to judge

the service's effectiveness.
- /

The evaluation, along with proof of each successful

and gainfully employed client, measures the success and

impact of the program on women offenders.

“The goal ahead is to help as many female offenders as

possible to become self-confident, self-sufficient members

«

In each community across our'nation,‘we can find these
disadvantaged and forgotten women who are trapped in a
life without opportunity or ﬁope. We can change this by
establishing a pre-trial program of career counseling
and job placement in cvery Cmumuﬂty.

-

-END-
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Job Options: First Offender Women -
..a pre-trial intervention program.

. : |
Individual Items ‘ -5 3'
Manual, 64 pp. | ’ | , _$150
Filmstrip and Audloca\‘ssette (color, 12 minutes, script included) ¥ $3.50
- '
. ) Subtotal . 4o
k4 Shipping
TOTAL AMOUNT OF ORDER
. PURCHASE ORDER # -

SHIP TO. - 3 e ) /

For orders under $20, add 20 percent of the cost of the materials to cover shipping.
For orders over $20, add 15 percent of the cost of the materials to cover shipping.
All orders under $20 must be prepaid. All orders_ over $20 must be accompanied by payment

or authorized purchase order.

ORDERS WILL BE RETURNED UNLESS ACCOMPANIED BY PURCHASE ORDER OR PREPAYMENT.
; ..

Mail Order Form to:,
edc/weeap distribution center, 39 Chapel Street, Newton, MA 02160.

Checks should be made payable to Education Development Center.
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JOBOPTIONS: -
FIRST OFFENDER WOMEN
&\\\\\\\\\\\\\\\\\\\\\\\\mz\\\

What? - - -

The female offender has had few services and opportunltles avallable to help
her redirect her life. This manua) and accompanying filmgtrip describe a pre-

trial intervention program conducted in south central Pennsylvania, offering
intensive career-counseling and job-pldcement service with emphasis towards
placing participants in nontraditional jobs. Women successfully completing

this positive probation period do not go to trial and are given an opportunity to
have their charges dismissed. Without the “offender” stigma, employment -
options are increased, the rearrest rate is often reduced, and these women

have a better chance of becoming self- confudent self- supportmg members of
society. ' S .

The manual describes how to.set up and operate a slmllar program. The
" experience of one client who participated in the Pennsylvania program is s

Buljosunon isalen .
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highlighted in the filmstrip. . R
Special equipment needed: Fllmstnp projector, s?reen and audio- cassette
player ., | ) ; ,
Who? | How? -~
| ’ ]
.# . . ) s
. Probation department personnel Use the manual and filmstrip when *
- Jail officials . conducting awareness sessions
Prisoner advocacy groups T " focusing on the needs of first
Women’s organizations” offender women, and as a resource
. Law school faculty and students ¢ when designing pre-trial inter-
' Criminal justice planners and vention programs and counseling
. researchers # | _services assisting women entering
. Employment counselors - “nontraditional job fields. ["
Traditional and alternative schqol . A
personnel - o

— [Py By |

‘Job Optlons Inc.
4 Harrisburg, Pennsylvania

Project Director: Marilyn Goldman

Under a grant from:

Women's Educational Equity Act Program

U.S. Department of Health, Education. and Weltarg
Ottfice of Education
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